























































tions,  businesses  and  on  the  national  economies  as  a 
whole  [1].  The  impact  of  these  factors  has  been  de-
tected  on  numerous  work-related  problems,  such  as 
the increased danger of heart diseases, gastrointestinal 
problems,  anxiety,  depression,  absence,  fatigue,  ac-
cidents,  substance  misuse,  musculoskeletal  disorders, 













based  on  the  Cox’s  research  commissioned  by  EU-




















What is burnout syndrome?
Burnout is a stress-related phenomenon that has re-
ceived widespread attention as  an  important problem 





































tenuous.  Second,  burnout  substantially  overlaps  with 










personalization  (or  cynism)  refers  to  indifference  or 
distant  attitudes  towards  the  service’s  clients  (or  the 
work  in  general);  reduced  self-efficacy  (or  personal 











antecedents,  correlates  and  consequences.  Identify-
ing  specific  job-related  stressors  for  burnout,  such  as 
predictors  and  outcomes  (job  dissatisfaction,  desire 
to quit the job, physical and emotional symptoms and 
perceived  performance  level  with  implications),  it  is 
possible to differentiate the treatments between stress 




a generic  term  that  refers  to  temporary adaptation at 
work, accompanied by mental and physical symptoms, 
while burnout  is  considered a  chronic malfunctioning 
and  the final  stage  in a breakdown during adaptation 
and  therefore  resulting  from  prolonged  occupation 
stress.  Secondly,  they  can  be  distinguished  studying 
burnout like a process and not as a state. Finally, burn-
out  includes  the  development  of  dysfunctional  atti-
tudes  and  behaviours  towards  the  recipients  of  one’s 
care of services and towards one’s job and organisation. 
Burnout  is  a  specific  response  to  prolonged  exposure 
to work-related stressors and for this reason it is often 
studied within the  framework of stress  research. Nev-
ertheless,  burnout  can  be  distinguished  conceptually 
from  occupational  stress  strain,  on  the  ground  of  its 
specific psychological construct and its antecedent and 
consequences related to work [17].





and  Griffiths  made  a  distinction  between  two  types 
of  psychological  model  of  work  stress:  interactional 




tions,  as  in  the Person-Environment Fit  [18]  and  the 
Demand-Control-Support  model  [8].  The  basis  may 
also be transactional-focusing on the cognitive process-



















ity  to cope with  it. The way  that people perceive and 
appraise  their  work  situation  may  drive  their  coping 
behavior, and  this,  in  turn,  feeds back  in  to how they 
perceive  future work  situation,  including whether  the 
demands  of  those  situations match  their  (experience-
defined)  capacities  for  coping  [2,  19]. Cox’s  research 
described work-related stress by a transactional model 
based  on  the  workers’  subjective  perception  of  psy-
cho-social hazards, related to both the content of and 




for  work-related  stress  of  the  Health  and  Safety  Ex-
ecutive (HSE) (United Kingdom) [21], the SOBANE 
strategy (Belgium) [22], the START process (Germany) 






than  6000  employees;  2)  specific  software  has  been 
prepared  for  data  analysis  [23];  the HSE  have  high-
lighted  six management  standards defining aspects of 
work that, if poorly managed, are associated with lower 
levels  of  health,  productivity  and well-being  and with 
increased sickness absence: demands, control, support, 
relationship, role and change [26]. The HSE separated 



































Aetiology and risk factors of burnout syndrome












individual  causes.  In  the beginning burnout has been 
considered more of a personal problem than an organ-
isational one [12, 28]. During the second phase, called 
“empirical  phase”,  scholars  developed  standardized 
measures of burnout and the phenomenon was studied 
in other countries. In 1981, Maslach introduced a more 
comprehensive  definition  and  the measurement most 
frequently used today, the Maslach Burnout Inventory. 
The empirical research on burnout has tended to focus 
more  on  job  factors  than on other  types  of  variables, 
such as biographical or personal components [29, 30]. 
Finally, scholars have expanded the theoretical burnout 
framework  to  include organisational  sources of  stress. 












lationship  between  caregiver  (the  teacher),  and  the 
client (pupils and parents);








(fatigue,  emotional  exhaustion,  reduced  personal  ac-
complishment  and  distancing  from  clients)  as well  as 
the  causes  (job  strain)  of  the  process.  Several  theo-
retical approaches have been used to describe, explain, 
and  predict  burnout.  In  a  review  of  twenty-five  years 
of  burnout  research,  Schaufeli  and  Buunk  described 
fourteen  theories  regarding  the  individual,  organiza-
tional and community levels. These theories have led to 
many relevant insights [29]. We report a brief summary 





Models for the work-related stress risk assessment based on the EU-OSHA’s report (2000)
Psychosocial hazards 














Work environment and work 
equipment
yes no yes no yes
Workload/ workpace yes yes yes yes yes
Work schedule yes yes yes yes yes
Task design yes no yes yes yes
Emotional demanding no no no yes no
Psychosocial hazards 
related to job “context” 
Cox (EU-OSHA, 
2000)
HSE INAIL/ISPESL SOBANE START 
Organisational culture and 
function
yes yes yes yes yes
Role in organisation yes yes yes yes yes
Career development yes no yes yes yes
Decision latitude / Control yes yes yes yes yes
Interpersonal relationships 
at work
yes yes yes yes yes
Home-work interface yes no yes yes yes
Organisational change yes yes yes yes no
Mobbing/Bullying/
Harassment
yes (“Violence at 
work”)
no (yes: “Bullying 
and Harassment”)





























Intrapersonal risk factors 
The  psychodynamic  [28],  the  cognitive-behaviour 
[34] and the existentialist [35] approaches are the most 
influential models based on the intra-personal risk fac-
tors.  Freudenberger’s  approach  to  burnout  [28]  as  a 
state  of  exhaustion  resulting  from  excessively  intense 
work  and  lack  of  concern  for  personal  needs well  re-
flects the clinical perspective. Freudenberger’s descrip-
tion (1974) depicted idealistic young men and women 






four  stages  of  burnout  (or  disillusionment):  enthusi-
asm,  stagnation,  frustration,  and  apathy. Additionally, 
they identified the causes of burnout in the helping pro-













expectations  and  negative  experiences,  and  lifestyle 
(e.g. inadequate support due to a lack of social relation-
ships/partnerships).
The relationship between socio-demographic 











Models and instruments for the assessment of psychosocial risk factors related to job strain and/or burnout 
Model Instrument Psychosocial risk factors assessed Outcomes (burnout, 
strain or strain and 
burnout)
Cox’s model
(Cox et al., 2000) [2]
HSE Management Indicator 
Tool (UK) [21]
INAIL/ISPESL (Italy) [24]
START (Germany)  [23]
SOBANE (Belgium) [22]
Transaction on job content and job context 
work (see Table 1) 
Strain
Job Strain model
(Karasek, Johnson and Theorell, 
1990) [8]
JCQ] (Karasek,1985) [104}
JCQ version 2.0 (Karasek, 2006) 
[106]
Brief Job Stress Questionnaire 
(Shimomitsu et al., 2000) [114]
Interaction between demand (psychological 
and 
physical job
stressors, e.g. work overload, time pressure, 
unexpected tasks, responsibilities or job 
related conflict), control (job decision 
latitude: skill discretion and decision 
authority) and support (given by the 
management, supervisors, colleagues or 
subordinates) 
Strain and burnout
Effort reward Imbalance model
(Siegrest, 1996) [9]
ERI Questionnaire (Siegrest et 
al., 2004) [107]
Interaction between extrinsic effort 
(work load) and reward (money, esteem, 





(Maslach and Leiter, 1997) [69]
Organizational Check up 
Survey (Leiter and Maslach, 
2000) [68, 108]
Transaction on 6 job-related factors: work 
overload, lack of control, insufficient reward, 
breakdown of community, absence of 
fairness, value conflict.
burnout
Job Demand Resources model
(Bakker and Demerouti, 2001) 
[88]
COPSOQ and COPSOQ 2 
(Kristensen, 2005) [111]
JDR Scale (Rothmann et al., 
2006) [117]
Interaction between demand (e.g. role 
ambiguity, role conflict, role stress, stressful 
events, workload, and work pressure) and 
personal or job resources (e.g. regular 
feedback, working on a variety of tasks, 
autonomy, social support, high-quality 




(De Jonge and Dormann, 2003) 
[89]
DISQ (De Jonge et al., 2004) 
[118]
Interaction between corresponding 
(cognitive, emotional and physical) job 
demand and job resources (i.e. job demands 




























education  have  jobs  with  greater  responsibilities  and 



















views  of Maslach  [13]  and Schaufeli  [70],  conducted 
mostly on human service work, have showed that burn-
out  tends  to  decrease  with  age,  whereas  population 
studies on burnout have found the opposite. In a Swed-






studies  were  limited  because  they  have  excluded  the 
youngest  adults  [41, 42]. Globally, population  studies 
on burnout are scarce [40].
In Canada, Byrne has discovered that teacher’s burnout 
may be influenced by gender,  age,  and  type of  student 
[43]. Also in Greece younger teachers have presented 
higher levels of emotional exhaustion and depersonali-
sation as  compared  to  their older  colleagues. This  re-
action  was  probably  related  with  the  young  teachers’ 
difficulty  to activate  the appropriate coping  strategies 
in order to reduce the occupational stress imposed by 
the  difficulties  of  their  job  [44].  Finally,  in  Anglican 





the  relationship  between  gender  and  burnout  chal-
lenged the commonly help belief that female employees 
are more  likely  to  experience burnout  than male  em-
ployees, revealing instead that women are slightly more 
emotionally exhausted than men, while men are some-
what  more  depersonalized  than  women  [45].  These 
findings are consistent with a survey carried out by the 
Finnish  Institute of Occupational Health  (1997). Ac-
cording  to  this  study,  even  if  both males  and  females 
showed  high  incidence  of  serious  burnout  syndrome 
and  milder  symptoms  had  been  suffered  by  slightly 
more  than  half  of  the  male  and  female  respondents, 
the  totals  number  of  burnout  cases  among  women 
was slightly higher than among men on the sum of the 
three symptoms of burnout because of an higher score 





human  relations  and  for  sharing  their  negative  emo-
tions, while men tend to suppress their emotional  im-





example,  Greek  female  teachers  reported  higher  lev-
els  of  burnout  that  generally  stem  from  the  negative 
conditions  in  the  classroom  and  the  students’  behav-
iour,  as well  as work-family  interface  [43]. According 
to Schaufeli and Greenglass [48],  the possible gender 






With  regard  to  occupational  variable,  at  the  begin-
ning Maslach described the burnout as a phenomenon 
related  to  the  “helping”  professions.  Subsequently, 
burnout was  also  studied  in  “high  touch” professions. 
For  this  reason, occupational burnout  is  typically and 
particularly  known  within  human  service  professions. 
In  fact,  professions  with  high  levels  of  burnout  in-
clude health care and social workers, teachers, lawyers, 
customer  service  representatives,  and  police  officers 





ried  out  in  health  care  workers  [15,  51],  particularly 






































































as  emotional  exhaustion and burnout  [63]. While  the 
occurrence  of  burnout  syndrome  could  be  identified 
in a wide range of occupations, it is particularly recur-
ring in care-giving professionals, such as clinicians, psy-




the burnout’s  incidence  [64]. According  to Cherniss’s 
model  [65]  burnout  syndrome  is  the  consequence  of 
a  complex  interaction  among  individual,  socio-cultur-
al  and  organisational  factors.  In  contrast  to Maslach, 
Cherniss argued that the three dimensions of burnout 
are mechanisms used  to cope  to  stressful,  frustrating, 
or  monotonous  work.  The  focus  of  Cherniss’analysis 
is  learning  how  organizations  and  socio-cultural  envi-
ronments can affect a person’s response to work. In a 
social-historical  perspective,  Sarason  [66]  emphasised 
the  impact  of  society,  rather  the  individual  or  the  or-
ganisation,  on  the  development  of  burnout.  Sarason 
pointed to the current social values and the philosophy 
of individualism as major catalysts in this regard [66]. 
Buunk and Schaufeli  (1992) made an attempt  to  link 
burnout with social exchange processes at the interper-
sonal level. They followed the theory of Maslach (1982) 
that burnout  is a  syndrome rooted  in  the emotionally 












burnout  was  positively  related  to  particular  job  char-
acteristics such as workload, work-family conflict, role 
problems, lack of autonomy, lack of social support from 
colleagues  and  supervisors  [67].  So,  researchers  stud-
ied organizational stressors related to burnout,  in two 






















job  contexts  in  several  worklife  areas  (i.e.  workload, 
control, rewards, community, fairness and values) [68]. 




According  to  this definition, Leiter and Maslach  [69] 
proposed the Mediation model, which postulates that 
the  greater  the  degree  ow  work  job mismatches,  the 
















The Job Strain and the Effort-Reward Imbalance 
models 
Several  other  influential  theories have been  applied 
in burnout research. The most important theories used 
have  been  the  Job  Strain  (or  the  Demand-Control) 





























from  other  work  stress  models  by  both  its  simplicity 
and  the extent  to which  it has  gained a paradigmatic 
function in work and health research. Numerous stud-






will  lead  to  stressful  experience.  Reward  is  identified 
as money,  esteem,  career  opportunities,  and  security, 






ing  to ERI model,  burnout  process  is  triggered when 




A comparison between Job Strain and ERI models
The  Job Strain model was  the most used predictive 
job  stress model  in  the  burnout’s  research. However, 
in  a  recent  review  (2010) Hausser  et al.  have  studied 
the  validity  of  the  JDC/JDCS model  with  respect  to 
emotional  exhaustion.  With  regard  to  the  35  studies 
applying  the  JDC model,  additive effects of demands 
and  control  were  partially  or  fully  supported,  but  re-
garding  the 23  studies  in which  it was  applied  to  the 
JDCS model, only weak evidence was obtained for the 
buffer hypothesis [73]. Moreover, support for additive 
effects was  lower  in  longitudinal  studies  compared  to 
cross-sectional  studies  for  both models. Nevertheless, 
as  highlighted by  a  recent  systematic  review  [74],  six 
longitudinal studies of adequate methodological quality 
have investigated, using the Karasek’s model, the rela-
tionship  between  several  psychosocial  working  condi-
tions  (divided  in  three  categories:  work  organisation, 
work task and social conditions) and the development 
of emotional exhaustion/burnout. This  research  found 
a  relatively  consistent  association  between  unfavour-
able  psychosocial  working  conditions  (high workload, 
high  quantitative, mental  or  emotional  demands,  low 
social support) and emotional exhaustion. Particularly, 










ried out using  the ERI model. Unlike  the DCM,  the 
ERI  model  introduced  a  personal  component  in  the 




ity prospective  studies of workers’  perception of  their 
work environment provides robust consistent evidence 
that  combinations  of  high  demands  and  low decision 
latitude, and high efforts and low rewards, are prospec-
tive  risk  factors  for  common mental  health  disorders 


















clinicians  [76],  nurses  [77],  physicians  [78],  civil  ser-
vants [79], judges, procurators [80], financial workers, 
lawyers [81], hospital nurses [82], police officers [83], 





clients)  and psychological  demands  (e.g., workload or 
quantitative  demands)  in  human  service  employees. 
For  this  reason,  according  to  the  Job  Strain  model, 
among the burnout researchers, new models have been 
developed, such as the Job Demands-Resources model 
[88]  and  the  Demand-Induced  Strain  Compensation 
Model [89].
The Job Demands-Resource model
 The Job Demands-Resources (JD-R) model is a heu-
ristic and parsimonious model that specifies how burn-
out  and  work  engagement  may  be  produced  by  two 
specific  sets  of working  conditions  that  can be  found 
in  every  organizational  context:  job demands  and  job 
resources. While Karasek’s (1979) influential Demands-
Control (DC) model – at least in its original form – uses 



































plaints  and  repetitive  strain  injury.  Job  resources  are 
those physical, psychological,  social, or organizational 
aspects of the job that help to either achieve workload, 
reduce  job  demands,  or  stimulate  personal  growth, 
learning and development  and are  generally  the most 
important  predictors  of  work  enjoyment,  motivation, 
and work engagement. Job demands and resources can 
interact with two possible ways. Job resources such as 
social  support,  performance  feedback,  autonomy,  op-
portunities  for  development  can  mitigate  the  impact 
of  job  demands  (work  pressure,  emotional  demands, 
etc.)  on  strain,  including  burnout.  Alternatively,  job 




mands  are  high,  and  how  employees who  have many 













cific working  characteristics,  these  characteristics  can 
be classified in two general categories (i.e. job demands 
and  job  resources),  thus  constituting  an  overarching 
model  that  may  be  applied  to  various  occupational 
settings, irrespective of the particular demands and re-
sources  involved. The central assumption of  the JD-R 







Conservation of Resources theory
The final proposition of  the  JD-R model  is  that  job 
resources  particularly  influence  motivation  or  work 
engagement when  job demands are high.  In  the early 
1990’s,  scholars  adapted  Conservation  of  Resources 
















and  work  engagement.  Resources  are  those  personal 
energies and characteristics, objects and conditions that 
are valued by individuals or that serve as means for the 




cally well  or  having  an  optimistic  personality,  level  of 
autonomy, and established behaviour outcome contin-
gencies [97]. The central element of burnout and work 
engagement  is  the  affective  component  that  results 























of  emotional  or  affective  outcome.  This  compensa-



















for  unconscious  contagion  or  induction,  while  cynism 






























Self-determination  theory  has  been  advocated  as 






logical  needs  play  a mediating  role  not  only  between 
job  resources  and  exhaustion  (and  engagement),  but 










TOOLS FOR THE ASSESSMENT  
OF PSYCHOSOCIAL RISK FACTORS 
RELATED TO BURNOUT SYNDROME
The Job Content Questionnaire 
The Job Content Questionnaire (JCQ) is a question-




and  social  support, are used  to measure  the  high-de-
mand/low-control/low-support model  of  job  strain de-








Control-Support  Questionnaire  (DCSQ),  which  is  a 
modified  version  of Karasek’s  Job Content Question-
naire (JCQ), being shorter and easier  to use than the 






The Effort-Reward Imbalance Questionnaire
Effort-Reward  Imbalance  Questionnaire  was  devel-
oped at University of Düsseldorf, primarily  in  cardio-
vascular  health  studies.  This  instrument  measures  3 
unidimensional scales: effort (6  items on quantitative/















burnout  and  sufficient  control  and manageable work-
load will promote engagement with work. An important 
characteristic of this model is the concept of burnout as 




Efficacy  [69].  They defined  engagement  on  the  same 
dimensions as burnout, but placed it on the positive end 
of these three qualities. Thus, engagement comprises a 
state  of  high  energy,  strong  involvement,  and  a  sense 
of efficacy [109]. For this reason, Leiter and Maslach 

















ment  scales.  The Areas  of Worklife  Scale  (AWS)  is  a 
self-report  survey  assessing  six  working  life  domains: 
workload  (six  items),  which  examines  the  amount  of 
work to be done in a given time; control (three items) 
refers to the opportunity to make choices and decisions, 
to  solve  problems  and  to  contribute  to  the  fulfilment 
of responsibilities; reward (four items) relates to (both 
financial  and  social)  recognition  for  contributions  on 
the  job;  community  (five  items)  describes  the  quality 





fessional  values  and  the  organization’s  principles  and 
practices. Items are scored on a five-point Likert scale 





























change)  to  five  (strongly  positive  change).  The Man-
agement Areas is a self-rated scale composed of three 
dimensions:  leadership  (six  items);  skills  development 
(four  items);  and  work-group  cohesion  (three  items). 
Each item is scored on a five-point Likert scale ranging 
from one (strongly disagree) to five (strongly agree).









and basic  theoretical  assumptions. This  tool  is  a  con-
cept  aiming  at  describing  a  large  number  of  relevant 
factors within  the  field  of  psychosocial work  environ-




theories  and  reveals  advantages  in  use  being  “theory-
based but not attached to one theory” [111]. He further 

















The Brief Job Stress Questionnaire
The  Brief  Job  Stress  Questionnaire  (BJSQ)  [114], 
is based on  the  Job Strain model  and can be used  to 
evaluate 2 job stress dimensions (job demand and job 




al  health  evaluation  and  occupational  health  research 
[115].  The  New  BJSQ  scales  can  be  used  to  assess 
psychosocial work  environment  and  related outcomes 
to prevent stress at work and promote positive mental 
health at work. Newly added scales can be used to as-




social  capital,  and  workplace  harassment.  The  New 
BJSQ  followed  the  tradition of  the  current BJSQ, as-
sessing psychosocial work environment and outcomes 
simultaneously,  which  is  also  used  in  the  PRIMA-EF 
approach [116].





The Demand Induced Compensation Questionnaire
To measure  job demands  and  job  resources,  a new, 
user  free,  instrument, called “Demand Induced Com-
pensation  Questionnaire”  (DISQ),  was  developed  by 
De Jonge et al. [118]. “DISQ” is available in seven dif-
ferent languages and in both short and long form.










as  individual  level.  Specifically,  emotional  exhaustion 
correlated with low commitment to organization, high 









developed  [20,  27].  On  the  other  side,  several  mod-
els such as the Mediation, the Job Strain and the ERI 
models, were theorized or used in literature for explain-
ing  burnout  phenomenon.  According  to  literature  on 
burnout syndrome,  instruments such as the OCS, the 
Job Content Questionnaire and the ERI questionnaire 
might  be  used  by  employers  for  the  risk  assessment 
process of the psychosocial risk factors related to burn-
out  syndrome.  Nevertheless,  the  recent  JD-R  model 
seem  to  be  the more  comprehensive,  and,  therefore, 
the more  suitable  to  explain,  globally,  the  risk  factors 
related to burnout. This model offers a more compre-
hensive  vision  of  the  phenomenon  and  allows  us  to 
discover  the  problems  underlying  burnout  syndrome. 
The Job Demand Resources (JD-R) model [88, 94] has 
been elaborated from Job strain and ERI models, tak-
ing psychosocial  factors  into  the categories of  job de-
mand and  job  resources.  It  is  considered a promising 
alternative  framework  that  can be  applied  to  a  broad 



























because  it  can be  tailored  to  the  specific needs of  an 
organisation, given any specific situation. Moreover  it 
considers both negative  (burnout,  strain,  impairment) 
and  positive  (engagement,  productivity)  outcomes 
and  process  (i.e.,  the  health  impairment  and motiva-
tional processes). The JD-R model has been offered as 
a generic framework to overcome the limited focus of 
the  Job  Strain  and ERI models.  The  flexibility  of  the 
JD-R is attractive to practitioners because it can be ap-
plied  to  a wide  range of occupations,  and be used  to 
improve  employee  well  being  and  performance  [120-







model  and  their  respective  outcomes  using  insights 
from  conservation  of  resources  (COR)  theory  [96]. 




a  general  dimension, which  refers  to  individuals’  per-









According  to  the  Job Demand Resources Model,  the 
JCQ and the ERI scales, the COPSOQ, the Brief Job 
Stress Questionnaire and the JD-R Scale can be used 
for  the  evaluation  of  the  psychosocial  risk  factors  re-
lated  to  burnout  and  work  engagement.  Specifically, 
the OCS and the COPSOQ are instruments currently 
available  by  employers  for  evaluation  of  psychosocial 
risk factors related to burnout at individual, group and/
or organizational levels. Finally, the JD-R model can be 
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